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Abstract 
The paper offers a perspective on recruitment and selection processes in Romanian organizations by mirroring the answers of 
employees and employers. The purpose of this study is to reveal the most used recruitment methods and the general selection 
practices, taking special interest in the range of usage of realistic job previews and behaviour interviews. As the recruitment 
and selection procedures for public organizations are usually standardized, the collectivity is represented in this case by 
employees from the private services sector. 
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1. Introduction 
Decades ago, innovation was primarily connected to products. Then, services emerged as an addition to 
products. Both evolved to a complex overlap so that nowadays, in order to be successful, organizations have to 
put together an emotional experience for their customers. This vision is embraced by many Chief Executive 
Officers; for instance, Harley-Davidson's manager claims that his company "…gives a 43-year old accountant the 
possibility to wear black leather and pass on his motorcycle through towns where he can inspire fear in people 
who see him". Similarly, Frederick W. Smith, FedEx's chairman, says "We thought we were selling 
transportation, but actually we are selling tranquility" (Ridderstrale & Nordstrom, 2007). Thus, goods and 
* Corresponding author. Tel.: +4-072-326-4987. 
E-mail address: cbrindusoiu@ase.ro 
Available online at www.sciencedirect.com
© 2013 The Authors. Published by Elsevier Ltd. Open access under CC BY-NC-ND license.
Selection and/or peer-review under responsibility of Lumen Research Center in Social and Humanistic Sciences, Asociatia Lumen.
113 Catalina Brindusoiu /  Procedia - Social and Behavioral Sciences  92 ( 2013 )  112 – 116 
services bidders become agents of seduction in an economy organized around desire and choice (Bryson & 
Daniels, 2009). 
In this self-centered era, humans are not rational creatures, and the masters of states of mind exploit the 
imperfection. The latter know that the human mind is interconnected by emotions and that emotions lead to 
action, while reasons generate conclusions (Ridderstrale & Nordstrom, 2007). Emotions are the outcome of 
delight, and customers are delighted if they get to feel special; if they are treated with care, kindness and respect; 
if they receive more than they expect; if their problems are solved quickly and if they interact in a clean and safe 
environment. Most of them are excited especially when directly involved and, thus, pride themselves on making 
things happen instead of accepting a passive role. 
Providing and, simultaneously, receiving a service in order to obtain profit places employees and customers in 
a physical, organizational and/or psychological proximity (Pfeffer, 2010). The client-provider contact can be 
defined as the percentage of time that the customer must be in the system relative to the total time of being 
served. Generally, the higher the percentage, the bigger the degree of interaction between the two sides (Maglio, 
Kieliszewski & Spoher, 2010) and the more difficult to control and streamline. In systems that require extensive 
contact, the consumer has a conclusive influence on the nature and quality of the service since he is becoming 
part of it. In systems with low contact, however, the interactions are infrequent, of short duration and with little 
impact. 
It becomes obvious that interactions between clients and staff play a major role in the satisfaction and 
excitement of the former, and there are numerous cases to support this idea. For example, one survey showed that 
Sewell Automotive customers bought more cars based on how they were treated before and after the sale, and the 
share of "very satisfied" car buyers was 25% higher than the U.S. average (Sewell & Brown, 2009). Therefore, 
some experts go even further and state that the service is actually represented by employee's performance. 
According to Alvin Toffler, at the core of the third wave that characterizes the evolution of human civilization 
lies the knowledge worker as most jobs nowadays are designed around the acquisition and use of information 
(Decenzo & Robins, 2002). While in classic literature labour is recognized as one of the primary factors of 
production (next to natural resources and capital stock), in modern economic theory human capital is viewed as 
the most important. 
The human capital is embodied in human beings, in the productive potential of their knowledge, attitude, 
experience and intelligence. Moreover, the human capital is complemented by social and structural capital. On 
one hand, the social capital encompasses the benefits of the community, the potential resulting from close 
relationships between employees, the network connections, and the common values and principles that facilitate 
cooperation within and between groups. On the other hand, the structural capital is equivalent to what remains in 
the office when people go home; it implies converting human capital to systems, procedures and routine activities 
(Ridderstrale & Nordstrom, 2007). 
In this context, the key to the competition fight is represented by the employees who are able to make a 
difference in the use of resources and enable organizations to provide competitive goods and services. 
Organizational performance will decrease automatically if unsuitable people produce and sell products and 
services, no matter how big the company. Consequently, it is vital to invest time, thoughts and money in 
recruitment and selection efforts to ensure that the right people are employed. 
2. Purpose of study and methods 
The efforts of a company regarding recruitment and selection (R&S) can be tailored according to research 
results that reveal types of recruitment methods, selection steps, useful criteria and commitment of hired 
employees. Thus, the present study hypotheses are: (1) the most-used recruitment methods by Romanian services 
organizations are the recommendations made by employees; (2) the usual stages of selection are sorting CVs, 
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testing, interviewing by a human resources (HR) specialist and/ or by the future superior, making the offer and 
integrating; and (3) discussing the negative aspects of the job during a behavioural interview lowers turnover. 
Since the employees of public institutions usually go through a standardized recruitment and selection 
process, the population of this study is represented only by private sector employees who have had experience 
searching for a job. In the beginning of 2010, there were 3,385,000 employees registered in organizations with 
private majority ownership of which 1,747,000 were employed in the tertiary sector (52% of the private 
employees) (National Institute of Statistics, 2010). Considering the probability of the outcome to be 95% and the 
maximum permissible error (possible variations of results generalized in the investigated population compared to 
those obtained in the sample) to be 5% (values that maximizes the cross section), the sample size is 384 persons. 
For a greater degree of objectivity, the research envisages how recruitment and selection are perceived both by 
those who had come to occupy a position within an organization (the employees) and by HR specialists who had 
designed and coordinated these activities (the employers). Therefore a second study had been conducted on HR 
professionals; the sample was established based on two criteria: having recruitment and selection as job 
responsibilities and working in a private company in Romania. The sample size was calculated in the same 
manner as above, based on a population of 518,593 active enterprises registered in the beginning of 2010 
(National Institute of Statistics, 2010); the result was also 384 persons. 
Both studies are grounded on questionnaires distributed both online using surveymonkey's platform and on 
paper at the end of 2010 and beginning of 2011. For the first study 619 responses were registered of which only 
441 were valid (178 were eliminated because respondents were employed in the public sector or they answered 
just a few questions). The second study didn't have the same success, as Romanian HR specialists are not willing 
to share information. 72 responses were received and 17 were excluded on the same premises as before. 
3. Findings and results 
Both employees and employers answered similar questions with regard to recruitment methods, selection 
steps, use of realistic job previews and behavioural interviews. The results registered from employees can be 
extrapolated for the entire population as the sample meets the statistic standards, while the results obtained from 
employers can only be seen as exploratory and not representative.  
 In the recruitment stage, the key question to be answered is "how to entice", and the answer depends on 
clarifying which are the most appropriate recruitment sources, what elements can be used to appeal, how can they 
be used and who is responsible for each activity. Recruitment requires, therefore, the use of certain channels to 
announce the available jobs and to attract applicants. It should both discourage those who do not have the 
necessary attributes and maintain the interest of those who are potentially suitable. 
The analysis of employees' responses show that the most popular recruitment methods are recommendations 
(56.4%) either from a current employee (29%) or from another person that is in contact with the organization 
(27.4%), followed at a considerable distance by ads on recruitment sites such as myjobs or bestjobs (18.8%), and 
ads in printed publications (6.6%). The other methods listed had shares smaller than 6%: ads on own website or in 
a university, proposals for promotion or after an internship, unsolicited applications, job fairs and private 
recruitment agencies. Since the value for 2 test (551.71) is higher than the corresponding theoretical value for 10 
degrees of freedom and 0.01 level of significance (23.20), the alternative hypothesis, i.e. differences between 
choices are significant, can be accepted and the first supposition of the study is verified: most used recruitment 
methods are recommendations made by employees. 
At the other end of the table, the responses given by employers disclose the same situation: recommendations 
from an employee or from another person and ads on a recruitment websites fill the first places, however, with 
lower percentages (17%, 15% and 14%, respectively). Employers also use more methods simultaneously: 91% of 
them declared that they had used more than one method and most have used five (the other two being ads within 
the organization and unsolicited or previous applications). 
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After recruitment activities have managed to attract sufficient suitable candidates, attention turns to selection, 
which means choosing the most suitable candidate to fill a particular position based on predetermined criteria: 
qualities, knowledge, skills and attitudes necessary to achieve objectives (Emilian, Tigu, State, Tuclea & 
Brindusoiu, 2003). Selection usually involves several steps, and respondents were asked to choose from a list of 
options those that they had experienced throughout the selection process for the position they held at the time. 
Employers were also asked to tick the steps that they employed when selecting (Table 1).  
Table 1. Stages of the selection from two perspectives – employee and employer 
Selection steps from employees' 
perspective 
Employees'  
responses  
Employers'  
responses 
Selection steps from employers' 
perspective 
Sent CV 77% 96% Analyzed CV 
Had an interview by phone 17% 26% Held an interview by phone 
Discussed with a representative of a 
specialized organization 26% 4% 
Analyzed the report of a recruitment 
specialized organization 
Solved tests 69% 68% Analyzed results of tests 
Discussed face-to-face (with an HR 
responsible, the general manager/ owner 
or the direct manager) 
96% 100% Held face-to-face interviews 
Discussed/ negotiated the job offer 72% - - 
Provided information about referees 21% 35% Verified references 
Went through a formal (official) 
integration programme  27% 67% 
Organized a formal programme to 
integrate new employee 
Went through an informal 
accommodating programme (with the 
help of colleagues) 
45% - - 
Passed a trial period 52% 74% Evaluated the trial period 
Had a training period 44% 39% Organized the training period 
 
The responses can give rise to a lot of discussion. First, it has to be noted that CVs, interviews and tests are 
the central elements of selection from both perspectives. 77% of the employees that participated in the research 
sent a CV, 69% passed one or more tests and 96% reported experiencing at least one interview. Analysis of the 
person met in the interview show that respondents met the HR representative, the general manager or owner of 
the business and/or the direct manager. Also, 72% of the respondents declared that they had discussed the job 
offer. 
In parallel, 96% of the employers stated they had analyzed CVs, 68% evaluated test results and all reported 
using face-to-face interviews. Regarding the integration of new employees, 67% of the employers claimed that 
their organization had implemented a formal process of integration (a process that involves, for example, 
appointing a mentor or handing out a welcome folder). Without losing sight of the fact that the number of 
respondents to this survey is not representative, a note must be made of the considerable difference between this 
result and that obtained in the employees' research, where only 27% recognized a formal integration programme 
If the situation is maintained in a representative sample, HR managers should give greater weight to the 
adaptation process so that new employees become, from the beginning, proud to be part of the organization and 
connected to its values and principles. 
Going to the third assumption, the concepts of "behavioural interview" and "realistic job previews" first have 
to be understood. Unlike traditional, situational or casual interviews, after which it can not be said with certainty 
whether candidates will really react as they said, behavioural interviews ask applicants to answer with examples 
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and to use events that they have come across. They cannot talk about what they "would" or "might" do (a learned 
answer), but about what they "had done" (Davila & Kursmark, 2005). The basic idea is that past performance is 
considered the best indicator for future success. In the present study, when asked to remember if they had to give 
examples of situations to illustrate specific skills, only 30% of the employees answered in the affirmative, while 
57% of the employers declared using this type of interview. It is also interesting to mention that 28% of the 
employers that filled in the questionnaire ticked at this question "general interview", a type that does not exist in 
the HR literature. The explanation can be sad, given the fact that 65% of them don't have any HR studies. 
Realistic job previews during interviews offer candidates good and bad insights about the future work. The 
balance between the good and the bad lowers expectations and results in fewer exits after employment (Robbins, 
2006). Only 15% of 441 employees noted that they were told about the negative aspects of the job, and 28% of 
the employers stated that they had discussed them during the interview. 
In order to find the correlation between behavioural interviews, realistic job previews and turnover, the latter 
had been associated with rating, on a scale from "total agreement" to "total disagreement", the statement "I think 
I'm going to change my job in the next 12 months". Unfortunately, the correlation was inconclusive, leaving this 
point open for future investigations. 
4. Conclusions 
Based on the answers given by employees, it can be stated that most of them were hired as a result of a 
recommendation, and the common instruments used in selection were: CVs, tests, interviews (with an HR 
specialist, the general manager or owner, and/or the direct manager) and offer. On the other side, employers say 
they used several recruitment methods, the most popular also being recommendations, and for all available 
positions, face-to-face interviews. Less than half of the employees acknowledged being involved in a formal 
integration programme, while more than half of the HR professionals declared that they had implemented such a 
programmme to accommodate new employees. Regarding realistic job previews and behavioural interviews, very 
few employees remembered hearing negative aspects of their future job, and just some said they were asked to 
give examples of past behaviour. At the same time, more than half of the employers claimed to have chosen the 
best worker based on behaviour interviews. The results indicate clear differences between perceptions of 
employees and employers with regard to R&S, some of them (e.g. orientation) requiring more attention in the 
long term. 
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